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Abstract  
The study assessed, from survey, the influence of human resource management practice as it relates to employees’ 
job performance in some Federal university libraries in the six geo-political zones of Nigeria. Stratified random 
sampling technique was employed to come up with six universities from each of the six zones. The researchers 
administered 7 copies of questionnaire each in the study areas to elicit data on the employees’ job performance. A 
total of 42 copies of questionnaire were administered and retrieved (100% response rate). The data collected were 
analysed descriptively and inferentially. The null hypothesis was tested using Kruskal Wallis statistical method. 
The descriptive analysis result showed that majority of the libraries studied reported that human resources 
management practices influenced their employees’ job performance. Inferentially, the human resources 
management practices have significantly influenced their staff performances. The study recommended that Federal 
University libraries should operate uniform human resources management practices policy enhance staff 
productivity, effectiveness and efficiency in their work places. 
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1. Introduction 
Every organ of an institution, particularly academic libraries, found in universities are to also concern themselves 
with those employed in the libraries to perform different tasks because the libraries have been described as “the 
heartbeat of the University”. The libraries’ roles include facilitation and provision of support services to ensure 
that teaching, learning and research basic functions are achieved. This could be through accessing and retrieving 
needed information resources, utilisation of relevant services and encouragement of interactions, communication 
and sharing of physical and remote information resources among the stakeholders. This suggests the need for 
unified work policy guiding the employees to be fully motivated, committed, productive and receptive to meet the 
goals and objectives of the libraries.  
 
In order to appreciate the thrust of the study, human resources, human resource management and human resource 
management practice shall be contextualise. Human resource  simply refers to the people (personnel/staff) an 
organization employ to carry out various jobs, tasks and functions in exchange for wages and other rewards 
(DeNisi et al. cited in Alshaikhly, 2017). According to Mishra (2012), no resource in the world, even in this age 
of microchips and globalization, is more important than human resource. Essentially, human resources are the 
individuals who perform distinguishable roles in different work places in organisations including institutions. 
 
Human Resource Management (HRM) is responsible for the attraction, selection, training, and assessment and 
rewarding of employees. Generally, the HRM to ensure better organisational leadership, culture and compliance 
with employment and labour laws. As an office, HRM focuses on staff recruitment, management and provision of 
direction for the people who work in organisations. It categorises them by acknowledging those endowed with a 
range of abilities, talents and attitudes that influence productivity, quality and profitability to the organisation. It 
sets overall strategies, goals, design work systems, produce goods and services, monitor quality, allocate financial 
resources, and market the products and services.   
 
Human Resources Management Practices (HRMP) are the set of techniques, policies, methods, activities, functions 
and actions designed by organisations, including universities and firms, to ensure that employees contribute 
meaningfully and effectively to achieve the set goals and objectives. Schuler and Jackson cited in Tan and Nasurdin 
(2011) defined Human Resource Management Practices as a system that attracts, develops, motivates, and retains 
employees to ensure effective implementation and  survival of an organisation and its members. The management 
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practices comprised recruitment, selection, compensation, benefits, training and development, performance 
appraisal, health, safety, etc. The practices have significant influence on staff job performance because it helps to 
effectively manage human resources and increase their job performance.  As revealed by Munjuri (2011), the way 
an organisation manages people can influence performance. That if the right people are recruited, trained and 
motivated, there is the tendency that they would perform well in their jobs.  
 
Like other organisations, University Libraries practice human resource management in areas not limited to 
recruitment, selection, compensation, benefits, training and development, performance appraisal, health and safety 
to supply the library with competent and talented employees with knowledge, abilities, and skills pertinent to their 
roles within the library. Each of the management practices is aimed at contributing to the development of library. 
For instance, staff retention procedures are designed to motivate the employees by providing them with satisfactory 
pay, benefits, working conditions, etc. Staff training and development are designed to ensure that employees 
possess the relevant knowledge and skills necessary to be effective and efficient in performing their duties. 
Similarly, staff performance appraisal is designed to monitor the job performance of employees by observing 
variances between the set goals and actual performance so as to take corrective actions when deficiencies are 
identified. Thus, to be able to effectively manage human resource who would support the University Libraries in 
contributing meaningfully to the realisation of their universities’ goals and objectives, appropriate and adequate 
human resources management practices (HRMP) is desirous. Basically, the paper is to assist University Libraries 
achieve their goals and objectives through application of responsive Human Resources Management Practices 
(HRMP). 
 
2. Objective of the Study  
It is to determine the extent to which HRMP (recruitment, training and development, retention and performance 
appraisal) influence employees’ job performance in Federal University Libraries in Nigeria. 
 
3. Hypothesis 
The following null hypothesis was tested: 
Ho:  The HRMP employed by the Nigerian University Libraries have no significant influence on their staff Job 
performance 
 
4. Literature Review 
4.1 Human Resources Management Practices (HRMP) 
University libraries are expected to attract, train, motivate, and appraise their staff so that they can effectively 
perform their jobs to provide effective and efficient and services to the University Community. Studies have shown 
that there is a link between HRMP and employee job performance. According to Dalery and Doty in Shabnam 
(2013), HRMP can be conceptualised as a set of internally consistent policies and practices designed and 
implemented to ensure that a firm’s human capital contributes to the achievement of its business objectives.  
Minbaeva cited by Tanand Nasurdin (2011) opined that HRMP is a set of practices used by organizations to 
manage human resources that facilitate the development of specific competencies that are specific and can produce 
complex social relationships needed to generate requisite knowledge necessary to sustain competitive advantage. 
A study by Kaveri and Prabaram (2013) on the impact of Human resources practices on performance of a 
manufacturing company reported that there is a very strong positive relationship between HR practices and job 
performance. Hassan cited in Loganathan and Dharmaraj (2017) underscored the impact of HRMP on employees’ 
performance in textile industry in India. They found positive and significant relationship in HRMP (compensation, 
performance appraisal, trainings, and welfare). 
 
Ghebregiogis and Karsten cited by Okpara and Wynn (2008) averred that the concept and knowledge of HRM 
Practices such as training, recruitment, compensation, performance appraisal and reward systems are practiced in 
Eritrea. Anakwe (2002) examined HRM Practices from the traditional HRM functions, such as training and 
development; recruitment and selection, performance appraisal among others are very much practiced by HR 
Professionals in Nigeria. 
 
Tayeh (2010) studied Human Resources Management practices (career planning, training, selection and 
compensation). He found that there is a relationship between these practices and personnel effectiveness. To him, 
the entire variables have strong positive correlation with personnel’s performance. In the banking sector, Soomro 
(2011) reported 7 HRM practices that are positively correlated with employee performance. They comprised 
training, selection, career planning, employee participation, job definition, compensation, and performance 
appraisal. 
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4.2 Employee Job Performance and Human Resources Management Practices 
Studies have shown that there is link between employee job performance and HRMP. Employee are composed of 
individuals who are organised in certain ways in order to achieve an organisations’ objectives so that the job they 
performance speaks of effectiveness and efficiency (Zaidi, 2011). Khandekar and Sharma cited by Balgobind 
(2007) defined performance as outcomes that indicate or reflect organization’s efficiencies or inefficiencies in 
terms of cooperate image, compliances and finances.Performance, according to Prasetya and Kato cited by Obicci 
(2015), is defined as the attained outcome of actions with the skills of employees who perform in some situation. 
Similarly, Suhartini cited by Khan, et al. (2012), defined employee performance as a mutual result of effort, ability, 
and perception of tasks. 
 
Rating job performance as good performance relates to achieving the quality, quantity, cooperation, dependability 
and creativity at least in costs and time (Saleh, 2011).Paauwe and Boseline (2012) stated that job performance as 
outcomes of HRM can be captured in variety of ways, using indicators such as financial outcomes (e.g. profits, 
sales, market share); organizational outcome (e.g. output measures such as productivity, quality, and efficiencies); 
and HR-related outcomes (e.g. attitudinal and behavioural impacts among employees, such as satisfaction, 
commitment and intention to quit). 
 
Essentially, performance without the prefix “job” is one of the crucial factors in maintaining and increasing 
effectiveness within an organisation. According to Churchill, Ford and Walker cited by Saleh (2011), performance 
avails the position to be able to determine contributions of personnel, organizational goals and expectations, 
environmental conditions, motivation, staff skill levels, aptitudes, and role perception. Hence, the quality of 
employees is the most important influence on performance because they are believed to be the ‘backbone’ of an 
organisation.  
 
Incidentally, personnel need guides which Zaidi (2011) proposed as the right policies when they can respond 
strategically with the company’s goals. Also, they can ensure that the HR practices are actually increasing 
performance of the employees, supervisors and managers responsible for managing the performance of their 
employees. This suggests that University Libraries should possess such document that can help them apply the 




The study adopted survey research design and used questionnaire as its data collection instrument. The sampling 
technique adopted was the stratified random sampling technique to come up with the six Federal Universities 
selected from each of the geopolitical zone in Nigeria.  The random technique gave each member of the population 
an equal chance of being selected (Denga & Ali cited in NUC, 2015).Forty-two Heads of Division, in the six 
Federal University Libraries were purposely selected as respondents and were served the research instrument 
because of their experience and capability to respond to the questions. Questionnaire, according to Olayiwola 
(2007),are designed to solicit or collect information about the feelings, attitudes, beliefs, experiences, personal 
characteristics and other feedback from respondents. The entire instrument administered were retrieved and found 
analysable (100% response rate). The selected Federal Universities studied are given in Table 1. 
 
Table 1. Selected Universities and Number of Librarians in the University Libraries 
Zones Universities Librarian 
North Central Federal University of Agriculture, Makurdi, Benue State 7 
North East University of Maiduguri, Maiduguri, Borno State 7 
North West Usman DanFodio University, Sokoto, Sokoto State 7 
South East Michael Okpara University of Agriculture, Umudike, Imo State 7 
South South University of Calabar, Calabar, Cross River State 7 
South West University of Ibadan, Ibadan , Oyo State 7 
Total 6 42 
Sources: Survey research 
 
6. Data Analysis 
A list of statements was presented to the libraries’ Heads of Divisions to indicate whether the HRMP being 
employed have influence on their staff job performances. The responses were analysed descriptively using 
frequency distribution and percentages table. Statistical Package for the Social Sciences (SPSS) was used to 
analyse the data. The hypothesis was analysed using Kruskal Wallis test. The responses were collapsed by 
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combining two appropriate range of variations to get a better picture. Table 2 provides descriptive results and 
Table 3 provided the inferential result, respectively. 
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KEY: UAM=University of Agriculture Markudi, UDUS=Usman Danfodio University Sokoto, MAID= 
University of Maiduguri, CAL=University of Calabar, M.O. =Michael Okpara University, U.I. =University of 
Ibadan, 
IN=Influenced, representing Influenced and Highly Influence. O=Occasionally Influenced, representing 
Occasionally Influenced and Rarely Influenced. While U=Undecided representing only undecided.  In each of 
the column, the figure on top of the one in the bracket represents the frequency of the respondents, while the one 
in the bracket represents the percentage of the respondents.  
 
Table 2 revealed results of the extent at which HRMP influence employees’ job performance. From the University 
Libraries studied, the librarians believed that human resource management practices influenced employees’ job 
performance represented by 7 (16.6%). The finding reinforced the outcome of the earlier study by Nassazi (2013) 
which recorded relationship between recruitment and retention strategies, and organisational performance. These 
which were part of this investigation among librarians on their job performance. Similarly, Tayeh (2010) and 
Soomro (2011) confirmed that there is strong position relationship between human resource management practices 
such as training, selection, recruitment and personnel performance. The directional implication of the two studies 
implied that appropriate application of HRMP could trigger varied implications that university libraries should 
benefit from when employed to address weaknesses especially in areas of competence, hardworking, pleasant staff, 
effectiveness and efficiency on the assigned jobs.  
 
7. Inferential implication 
There was descriptive statistics of the hypothesis tested, given in Table 3. 
Ho: The HRMPs employed by the Nigerian University Libraries has no significant  
Influence on their staff job performance 
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Table 3. Descriptive statistics of Kruskal Wallis on significant influence of HRMP on job performance of 
library staff in the Federal University Libraries, Nigeria 
Descriptive Statistics 
 N Mean Std. Deviation Minimum Maximum 
VAR00001 42 14.6667 1.66260 11.00 16.00 
VAR00002 42 3.5000 1.72853 1.00 6.00 
Key: VAR00001= Dependent Variable, VAR00002= Independent Variable 
 
Table 3 presents the descriptive statistics of the hypothesis tested. The total number of respondents used 
represented by N was 42. The various means and standard deviations on the influence of HRMP on job 
performance of library staff were presented. Most of the university library staff in the study believed with the four 
HRMP statements such as: good recruitment strategy ensures availability of competent and skilled personnel who 
provide quality service; good retention strategies motivate staff to be more effective and efficient in their job; staff 
training and retraining make them to be more competent and effective on their jobs; and performance appraisal 
motivate staff to be more hardworking and responsive in their jobs. 
 
However, among the subjects studied, the rankings according to response on the influence of HRMP on library 
staff job performance is given in Table 4.The HRMPs employed by the Federal University Libraries have 
significant influence on their staff job performance, thus, it suggests that with bundle or many HRMP, it is could 
be more effective for libraries to establish standards that can be employed to attain  beneficial study and 
implementable HRMP rather than the individualise practices which is failing them from mutually reinforcing 
support. 
 
Table 4. Influence of HRMP employed by Federal University Libraries on library staff job performance 
Universities N Mean Rank 
UAM 7 15.00 
UDUS 7 10.14 
MAID 7 25.50 
CAL 7 26.57 
M.O. 7 29.57 
U.I. 7 22.21 
Total 42  
 
Table4 shows that 29.57was the highest mean rank of the study response from Michael Opara university in the 
south east geopolitical zone while 10.14 was the lowest from Usmanu Danfodio University found in the north west 
geopolitical zone. These implied that there are different levels of utilisation of human resource management 
practices among Federal University Libraries in Nigeria. 
 
Table 5. Test statistics implication of the influence of HRMP on Job Performance in Federal University 
Libraries in Nigeria 
 Result  
Chi-Square 15.261 
Df 5 
Asymp. Sig. .009 
 
Table 5 shows that 0.009 was obtained as P value. The degree of freedom was 5 and 15.261 was the calculated 
Kruskal Wallis represented by Chi-square. The hypothesis test was performed using α = 0.05. Thus, using the 
condition for testing the null hypothesis that stated that HRMPs employed by the Nigerian university libraries has 
no significant influence on staff job performance should be rejected because 0.009 obtained was less than 0.05. 
This implied that HRMP has influence on staff job performance. This finding conforms the position of Tayeh 
(2010) and Soomro (2011) who stated that there is strong positive relationship in practices such as training and 
selection and recruitment and personnel performance. This calls for Nigerian university libraries to employ some 
forms of unified HRMP policy whose strategies could assist to supply competent and motivated staff that can 
provide quality service in the course of their respective jobs in libraries. 
 
8. Conclusion and recommendation 
University libraries are expected to attract competent staff and train them in order for them to perform their jobs 
effectively and efficiently. The libraries are encouraged to motivate their staff in order to retain them. Indeed, the 
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extent to which staff perform their jobs is largely dependent on their skills, competences and motivation, which 
form the crux of HRMP. Hence, it is important for library management to adhere to the requirements of HRMP to 
hire competent staff, train, motivate them, and appraise the existing ones periodically to determine weaknesses 
and correct them. 
 
It can be concluded that the university library staff in the study areas believed that HRMP strategies such as good 
recruitment, good retention, training and personnel appraisal have influence on job performance and therefore a 
necessity for consideration. Thus, the Nigerian university libraries are recommended to put in place uniform 
HRMP policies that could encourage employing appropriate strategies for staff recruitment, training and retaining, 
retention and periodic personnel appraisal to boost their job performance.  
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